Abstract
Introduction
Communication is important and necessary in a broad sense. One cannot leave communication; any act or any behavior one exhibits is some form of communication or another. Communication is a vehicle and central element in an organization as it serves many functions in organization. A number of empirical studies support this emphasis on the communication process, suggesting that from a third to two thirds of a manager's time is spent in communicating with subordinates, predominantly in a face-to-face mode (Jablin, 1979) [1] . Just about the one thing almost all these authorities agree upon, however, is that effective leaders are also effective communicators. The role of communication in who becomes a leader cannot be refuted. Communication is a general conception, style, only De Vries and his partners are engaged in a long time study. As described in the introduction, leader's verbal communication style has its special uniqueness and special significance, which leads to the variable selected to study. Based on Norton's communication style theory; referring to the integration result of different researches (Sorenson and Savage 1989) , that is communication style have two dimension: friendliness/affiliation and dominance; combing Richmond and McCroskey's study about managers' communication style under organization environment; considering the particularity of leaders, we discuss leader's verbal communication style from the view of autocratic and supportive.
Leader's verbal communication style refers to the characteristic way a leader sends verbal and paraverbal signals in order to reach certain organizational or individual goals. Autocratic verbal communication style means the tendency to display a "take-charge" attitude via verbal communication style. They give advice freely and frequently initiate demands; more assertive, argumentative and tend to seek control over others; enjoy absolute authority and voice; rarely accept comments and suggestions Supportive verbal communication style means the tendency to seek and enjoy social relationships via verbal communication style. Supportive verbal communication style means creating a friendly and supportive work environment. It displayed by expressing feelings freely, open, friendly and taking care of others. They like personal associations. The person who is low in sociability is more reserved and formal in social.
Leader's Verbal Communication Style and Job Satisfaction
Job satisfaction has received significant attention in studies of the work place. Firstly, this is due to the general recognition that job satisfaction can be the major determinants of organizational performance. Job satisfaction is of major concern when outcome variables such as absenteeism or organizational inefficiency such as counterproductive behavior or sabotage, are dealt with because job satisfaction is supposed to be a major cause of such problems (Dormann, & Zapf, 2001 ) [16] . Secondly, job satisfaction is relevant for all those who are interested in the subjective evaluation of working conditions such as responsibility, task variety, or communication requirements because job satisfaction is supposed to be strongly caused by such conditions. Social psychologists believe that attitude is the cornerstone of understanding human behaviors. Attitude significantly or substantially predicts human behavior. Via research on job satisfaction, employee positive organizational behavior and negative organizational behavior can be better predicted. Thus we can increase organizational performance by improving job satisfaction.
Cranny, Smith, and Stone (1992) suggested that there is a clear consensus in the definition of job satisfaction [17] . Their "consensus" definition is that job satisfaction is "an affective (i.e., emotional) reaction to one's job, resulting from the incumbent's comparison of actual outcomes with those that are desired (expected, deserved, and so on)". This definition is essentially equivalent to the definition offered by Locke (1976) , who said that job satisfaction is a "pleasurable or positive emotional state resulted from an appraisal of one's job or job experiences". He concluded that the typical job dimensions that had been studied by previous investigations mixes two different levels of analysis, namely Events or Conditions (work, pay, promotion, recognition, benefits, working conditions) and Agents (supervision, co-workers, and company and management) [18] . A definition of job satisfaction as the attitude one holds about one's jobs is also prevalent. So, for example, Miner (1992) states that "it seems desirable… to treat job satisfaction as generally equivalent to job attitudes" [19] and, more recently, Brief (1998) says that job satisfaction "is an attitude toward one's job" [20] . Weiss (2002) argue that defined as an attitude, job satisfaction is "a positive (or negative) evaluative judgment one makes about one's job or job situation" [21] .
Numerous antecedents of job satisfaction have been suggested in the earlier studies. Hoppock (1935) published the first intensive study of job satisfaction. His results and interpretations emphasized the multiplicity of factors that could affect job satisfaction, including fatigue, monotony, working conditions, supervision and achievement [22] . Churchill, Ford, and Walker (1974) articulated seven sources of salesperson satisfaction(or dissatisfaction): the work itself, colleagues, supervisors, company policy, remuneration, opportunities for promotion, and customers, all of which have the potential to contribute to overall job satisfaction [23] . Arnold and Feldman (1986) supposed six principal sets of variables influence employees' positive or negative attitudes toward their jobs: salary, the job itself, promotion opportunities, management style, the work group, and working conditions [24] . Brief (1998) postulated that the antecedents of job satisfaction fall into two broad categories: situational antecedents (e.g., job circumstances) and dispositional antecedents (e.g., personality) [20] . Leader-ship (Williams and Hazer, 1986 ) and organizational culture (Trice and Beyer, 1993) were shown to have significant impact on both job satisfaction [25] [26] .
From the previous review, it can be known that job satisfaction is an attitude and its influential factors can come from superiors, management style, etc., and these are all correlated with leader's verbal communication style. A number of variables operating within organizational setting have found to impact job satisfaction. Many of these have, at most, a tangential relationship to communication among employees or between superiors and subordinates. Although it is clear that leader's verbal communication style is not the only, and possibly are not even the most important determinates of job satisfaction, research has indicated that communication style do predict meaningful variance in job satisfaction across different organizations. The present research effort was designed to replenish and extend some previous studies that have sought to link communication variables with job satisfaction. Specifically, the research mainly examined the direct and indirect relationship between leader's verbal communication style and job satisfaction.
The literature on communication styles and outcomes implies that communication styles are meaningfully related to job satisfaction. Richmond, McCroskey, Davis, and Koontz (1980) examined supervisor's communication of each type of power for relationships with employee satisfaction [27] . Managers who exercise more employee centered and interactive management communication style would increase satisfaction among employees and vice versa. Results of doctor-patient studies suggest that especially a supportive (i.e., friendly and caring) communication style is associated with higher satisfaction among patients (Schmid Mast, Hall & Roter, 2007) [28] . While a dominant style is associated with less satisfaction among patients and less favorable outcomes. While numerous study show that the subordinate's and superior's satisfaction with their relationship will be affected by leader's communication style, Barlow, Hansen, Fuhriman, and Finley (1982) found that leader's verbal styles had no effect on satisfaction with leaders [29] . Hampton, Dubinsky, and Skinner (1986) also found no relationship between leadership behavior and job satisfaction. Based on this discussion, the following hypotheses are advanced [30] .
Hypothesis 1a. Autocratic verbal communication style will be negatively related to job satisfaction. Leaders who exercise more autocratic verbal communication style will decrease satisfaction among employees.
Hypothesis 1b. Supportive verbal communication style will be positively related to job satisfaction. Leaders who exercise more supportive verbal communication style will increase satisfaction among employees.
Leaders' Verbal Communication Style and Work Engagement and Job Burnout
Work engagement. Kahn's (1990) conceptualization of engagement refers to a psychological connection with the performance of work tasks rather than an attitude toward features of the organization or the job (Maslach, Schaufeli & Leiter, 2001 ) [31] [32] . He proposed that personal engagement represents a state in which employees "bring in" their personal selves during work role performances, investing personal energy and experiencing an emotional connection with their work. In this view, work roles represent opportunities for individuals to apply themselves behaviorally, energetically, and expressively, in a holistic and simultaneous fashion (Kahn, 1992; Rich, Lepine & Crawford, 2010) [33] [34] . As such, work engagement is fundamentally a motivational concept that represents the active allocation of personal resources toward the tasks associated with a work role. Bakker, Schaufeli, Leiter, and Taris (2008) introduce the emerging concept of work engagement: a positive, fulfilling, affective-motivational state of work-related well-being that is characterized by vigor, dedication, and absorption [35] . The study refers Bakker, Schaufeli, Leiter, and Taris's opinion about work engagement. Work engagement is a relatively long-lasting, work-related psychological state, which has characteristics of positive, fulfilling and affective. It can be divided into three dimensions: vigor, dedication and absorption. Vigor refers to high levels of energy and resilience, the willingness to invest effort in one's job, not being easily fatigued, and persistence in the face of difficulties. Dedication refers to a strong involvement in one's work, accompanied by feelings of enthusiasm and significance, and by a sense of pride and inspiration. Absorption refers to a pleasant state of total immersion in one's work which is characterized by time passing quickly and being unable to detaching oneself from the job.
Maslach (1993) defines burnout as a psychological syndrome of emotional exhaustion, depersonalization, and reduced personal accomplishment that can occur among individuals who work with other people in some capacity' (our italics) [36] . Emotional exhaustion refers to feelings of being emotionally overextended and depleted of one's emotional resources. Depersonalization involves a negative, indifferent, or overly detached attitude to others (often the recipients of one's services or care). Finally, reduced personal accomplishment refers to a de-cline of feelings of competence and successful achievement in one's work. According to this conceptualzation, Maslach, and Jackson (1986) devise three-scale Maslach Burnout Inventory (MBI) that measures burnout among human services professionals (the MBI HSS, for "Human Services Survey") [37] . In order to overcome context limitation, Maslach (1996) developed the MBI-GS (for General Survey), which consists of three scales, tapping emotional exhaustion, cynicism, and reduced professional efficacy. The study refers to the view of Maslach (1996) . Burnout is a state of exhaustion in which one is cynical about the value of one's occupation and doubtful of one's capacity to perform [38] . The exhaustion items refer to fatigue, but without referring to people as the source of those feelings. Cynicism reflects indifference or a distant attitude towards work. Finally, reduced professional efficacy has a broader scope than personal accomplishment as measured by the MBI-HSS; item compasses both social and non-social accomplishments at work.
Work engagement and job burnout. According to Maslach and Leiter (1997) , engagement is characterized by energy, involvement and efficacy-the direct opposites of the three burnout dimensions [39] . Schaufeli and his colleagues (2007) took a different approach to prove it Vigor and dedication are considered direct opposites of the core burnout dimensions of exhaustion and cynicism, respectively [40] . More recently, Halbesleben (2010) summarized that with a few exceptions, that work engagement constructs were negatively associated with burnout [41] .
Communication is the vehicle for dissemination of information, instructions, and (possibly most important) affect. Communication style variables are habitual patterns developed by individuals and have a potentially major impact on interactants' perceptual and affective responses (Norton, 1978) [2] . From the previous review, it can be concluded that work engagement and job burnout are affective-motivational variables. Thus, communication style may affect work engagement in some ways. On the other hand, the relationship between leadership and performance also has received considerable scholarly attention. Leadership theory argues that individuals implicitly believe that certain outcomes follow from leadership behavior. Leaders are critical elements of the work context that can influence how individuals view their work. In line with the arguments presented by Kahn (1990) , Yousef (2000) found that the leadership behavior is related with the work outcomes of job performance [42] . From the previous review of communication style, it is can be seen that there are close relationship between communication style and leadership. Hence it is reasonable to predict there are significant relationship between leader's verbal communication style and work engagement and job burnout.
Given the limited research on employee work engagement/job burnout and leader's communication style, there has been little in the way of model or theory development about the relationship between leader's verbal communication style and work engagement/job burnout. We can get prediction from related researches.
Simpson's (2009) finding suggests that organizational factors versus individual contributors significantly impact engagement at work [43] . As an important component of organizational factors, leader's verbal communication style may have effect on work engagement/job burnout.
Refer to path-goal theory, supportive leader behavior provides psychological support for subordinates. Such behavior is especially needed under conditions in which tasks or relationships are psychologically or physically distressing. Supportive relationships increase the quality of relationships between superiors and subordinates and decreases subordinate stress. Supportive leader behavior will lead to increased subordinate effort and satisfaction by enhancing leader subordinate relationships and self-confidence, lowering stress and anxiety, and compensating for unpleasant aspects of the work (House, 1996) [44] . Work engagement/job burnout mainly shows a sort of a state of mind and emotional reaction together with stress, self-confidence, moods and so on. So it is reasonable to relate supportive verbal communication style with work engagement/job satisfaction.
Autocratic communication style was often related to some bad results, such as malpractice claims (Ambady et al. 2002) and less intrinsic motivation (Noels et al. 1999) [45] [46] . Three models built by Laschinger and Finegan (2005) suggest that empowerment as effects on burnout/work engagement through various areas of work life [47] . The existing research also found that powerless workers consumed greater quantity of alcohol, and of higher frequency absenteeism (Seeman & Anderson, 1983) [48] . On the contrary, empowered employees demonstrated a 40% drop of absenteeism (Bennett, 1998) [49] . Cathcart et al.'s (2004) study results suggest nurses' employee engagement is higher when unit managers' span of control is lower [50] . Under autocratic verbal communication style, employees or subordinates have no say in the decision making process and has to completely obey the decisions of the leader without question. Leaders who use the autocratic style have to be mindful of their intensity. This is because such employees might tend to become more closed up and unwilling to provide suggestions for the betterment of the organization. Employees who cannot stand the pressure leave eventually; leading to high turnover and talent loss for the company.
Based on this discussion, the following hypotheses are advanced. Hypothesis 2a. Leader's autocratic verbal communication style will be negatively related to work engagement.
Hypothesis 2b. Leader's supportive verbal communication style will be positively related to work engagement.
Hypothesis 2c. Leader's autocratic verbal communication style will be positively related to job burnout. Hypothesis 2d. Leader's supportive verbal communication style will be negatively related to job burnout.
Work Engagement, Job Burnout and Job Satisfaction
Job satisfaction and engagement have fundamental differences, in that engagement connotes activation, as opposed to satisfaction, which is more similar to satiation (Macey & Schneider, 2008) [51] . Further, Job satisfaction is an evaluative description of job conditions or characteristics (e.g., "I like my pay"), which is a feature of a job attitude (Brief & Weiss, 2002) [52] , whereas work engagement is a description of an individual's experiences resulting from the work (e.g., "I feel vigorous when working"). In this study, we propose a test of our framework, specifies work engagement/job burnout as a mediating link between leader's verbal communication style and job satisfaction. Although the relationships among potential antecedents and consequences of work engagement/job burnout have not been rigorously conceptualized, much less studied, the existing research can also provide some guidance. The experience of engagement has been described as a fulfilling, positive work-related experience and state of mind and has been found to be related to good health and positive work affect (Sonnentag, 2003) [53] . Saks (2006) study antecedents and consequences of employee engagement. The result show that job engagement predicted job satisfaction significantly [54] . Schaufeli, Taris, and Van Rhenen (2008) empirically proved that engagement was positively related to job satisfaction, whereas job burnout was negatively related to job satisfaction. The existing research show the significance relationship between work engagement, job burnout and job satisfaction, but who decides who is controversial [55] . For example, a study examined by Visser, Smets, Oort, and De Haes (2003) showed that burnout was explained by low satisfaction [56] . When satisfaction was low, the risk for emotional exhaustion-the central aspect of burnout-increased considerably. The following hypotheses are proposed based on this discussion.
Hypothesis 3a. Job satisfaction will be positively related to work engagement. More work engagement will bring about higher job satisfaction.
Hypothesis 3b. Job satisfaction will be negatively related to job burnout. More job burnout will bring about lower job satisfaction.
Taken as a whole, the hypotheses developed so far imply a mediated model. Leader's verbal communication style has direct impact on job satisfaction (cf. 2.2), work engagement and job burnout (cf. 2.3). Work engagement and job burnout affect their job satisfaction (cf. 2.4). The model suggests that leader's verbal communication style is ultimately related to job satisfaction, but that these linkages are mediated through work engagement/ job burnout. Saks (2006) found that job and organization engagement mediated the relationships between the antecedents and job satisfaction, organizational commitment, intentions to quit, and organizational citizenship behavior [54] . The following hypotheses are advanced based on this discussion. 
Method

Participants and Procedure
Subjects in this research were primarily MBA students in Dalian University of Technology. Survey packets were sent directly from the researchers to 400 management employees. Managers were asked to participate, and their anonymity was assured. By this way we hoped to reduce participants' evaluation apprehension that might potentially contaminate the truthfulness of their response (Podsakoff, MacKenzie & Podsakoff, 2012) [57] . 264 (66%) were elected to do so. Those participating were asked to complete a survey and to select one subordinate to respond as well. The manager then provided an employee survey packet and return it directly to the researchers. Again, anonymity was assured, but a coding system on the survey was used to associate employees with their supervisors. A total of 237 employee surveys were returned. Thus, the sample consisted of 237 dyads. The dyad tradition represents a contrast to the group tradition, where the supervisor is understood to use the same (and presumably "best") style with all subordinates. Under the method, it becomes reasonable to expect that supervisors could use different communication style with different subordinates. At the same time, we can avoid the errors of homologous to some extent.
These 237 employees engaged in various industries, including manufacturing, construction, finance, media, and services. As presented in Table 1 , 47 percent of the participants were female, and 53% were male. Moreover, 35 .2% of participants were younger than 31%, 57.2% were between 31% and 40%, and 7.6% were older than 40. Approximately 53.4% of the participants had master's degree, and 43.6% had bachelor's degree, and only 3% had received below high school education. As to type of employment, 37.9% correspondents worked in state-owned enterprises, 31.8% in the foreign capital enterprises, 29.2% in the private enterprises, and the rest were employed in the governments. Of the participants, 40.7% were general staff, 19.5% were first-line managers, 32.6% middle managers, and 7.2% senior managers. With respect to the level of income, 19.5% of the participants earned income under 4001 RMB monthly, 26.7% earned salary between 4001 RMB and 6000 RMB, and 19% earned salary between 6001 RMB and 8000 RMB, and finally, 33.9% had more than 8000 RMB of income per month. As noted above, the samples employed were highly diverse which are extremely important to the interpretation of the results of this investigation. [58] . Authoritarian leaders clutch the reins of power and enjoy absolute authority and voice; focus on team goals and emphasize efficiency and do not care about the needs of the members; limit subordinates participation and rarely accept comments and suggestions; tend to judge the work based on individual opinions; team members will be strictly monitored. Secondly, according to path-goal theory, supportive leader behavior is behavior directed toward the satisfaction of subordinates needs and preferences, such as displaying concern for subordinates' welfare and creating a friendly and psychologically supportive work environment. It is characterized by caring, friendly, open, enthusiastic and so on. Aimed at suggests proposed by Ganster, Petelle, Baker, Dallinger, and Backus (1981), the 20-item scale were amended slightly. Because the Norton measure assesses one's self-perception of communicator style, the stems of the items were rewritten so they would assess a subordinate' perception of his or her leader's style. At last, the leader's self-report result and employees' perceived result were both investigated. After the pre-test, the item A2, A6, A9, A12, A13, A16, A17, A19 were removed due to their lower standard factor loading coefficient (<0. Job satisfaction. Job Satisfaction Survey (JSS) developed by Spector (1985) was adopted, which measures the following nine aspects of job satisfaction: satisfaction with pay, promotional opportunities, fringe benefits, contingent rewards (appreciation and recognition), supervision, co-workers, nature of work itself, communication, and work conditions. Spector's questionnaire involves nine dimensions of 36 items [59] . In this study, we selected the five dimensions which exhibit a closer relationship with research topics and were more consistent with the Chinese organizational cultures. The five dimensions are satisfaction with pay, promotional opportunities, supervision, communication and nature of work. The higher the score is, the more the participants will feel satisfied. The pre-test result shows that the measure's reliability is 0.933 (Cronbach's Alpha), and validity is 0.892 (KMO, p < 0.001). The measured uses a 5-point Likert-type scale (1 = strongly disagree to 5 = strongly agree).
Work engagement. UWES (Utrecht Work Engagement Scale) developed by Schaufeli, Salanova, González-Romá, and Bakker (2002) as selected to measure work engagement [60] . The Chinese version translated by Zhang and Gan (2005) was used in the survey. The reliability and validity has been tested in Chinese context (Zhang and Gan, 2005) [61] . The confirmatory factor analysis result was consistent with the hypothesized three-factor model of work engagement consisting of Vigor, Dedication and Absorption. All the three sub-scales showed acceptable internal consistencies. The results have showed UWES is reliable and valid for application in China. The pre-test results also showed that most items have a good standard factor loading coefficient except item C10 with 0.38 (<0.5), which was deleted at last. Sample items were phrased as "When I get up in the morning, I feel like going to work" and "When I am working, I forget everything else around me". We used the 16-item-measure which results in a reliability coefficient (Cronbach's alpha) of 0.966, and validity coefficient (Kaiser-Meyer-Olkin) of 0.900 (p < 0.001). The measured uses a 5-point Likert-type scale (1 = strongly disagree to 5 = strongly agree).
Job burnout. MBI-GS (Maslach, 1996) was used to measure job burnout, which allows burnout to be studied independently from its specific job context. It consists of 16 items representing emotional exhaustion (five items, e.g. "working all day is really a strain for me"); cynicism (five Items, e.g. "I doubt the significance of my work"), and reduced professional efficacy (six items, e g. "I have accomplished many worthwhile things from this job"). The scale ranged from 1 -5 where 1 represents "never", 2 represents "a few times a year", 3 represents "sometimes (a few times a month)", 4 represents "often (a few times a week)", and 5 represents "always" [38] . Statistical tests showed that all of the factor loading coefficients were higher than 0.5 except D10 (0.01 < 0.5). The final 15-items-measure was used in the study ending up with a reliability coefficient (Cronbach's alpha) of 0.798, and validity coefficient (Kaiser-Meyer-Olkin) of.868 (p < 0.001).
Control variables. All those participants' social-demographic variables such as gender, age, education, and monthly income, job position, and nature of the company are included and treated as control variables.
Statistical Analysis
Statistical Descriptive Analysis
Correlations between variables are presented in Table 2 . It can be seen that the autoratic verbal communication style was negatively related to job satisfaction (r = −0.393, p < 0.01) and work engagement (r = −0.152, p < 0.05), and positively related to job burnout (r = 0.250, p < 0.001). Supportive verbal communication style had a positive relation with job satisfaction (r = 0.165, p < 0.05). On the other hand, job satisfaction had positive relationship with work engagement (r = 0.698, p < 0.01) and it had a negative relationship with job burnout (r = 0.620, p < 0.01).
As far as the effect of control variables on dependent variables is concerned, the results of analysis of variance (ANOVA) indicated that only monthly income had significant effects on job satisfaction (p = 0.007). The rest have no significant effect on job satisfaction (p > 0.05). In Figure 3 , the path coefficients from autocratic verbal communication style to job burnout were significant (β = 0.32, p < 0.001), while the pate coefficient from supportive verbal communication style to job burnout were not significant. Thus, hypothesis 2c was supported and 2d was refused. Job burnout significantly predicts job satisfaction (β = −0.62, p < 0.001) and supports hypothesis 3b. It can be seen that, hypothesis 4b was supported and hypothesis 4d was refused.
In a nutshell, although the SEM results supported the mediating effects of work engagement between leader's verbal communication style and job satisfaction, job burnout only mediates the relationship between leader's autocratic verbal communication style and job satisfaction and the mediating effect the between leader's social supportive verbal communication style and job satisfaction was non-existent. Meanwhile, all mediating effect was partial mediation as the total path coefficient was not equal to the indirect path efficient. In summary, leader's verbal communication styles have significant effects on job satisfaction, which imply that different leader's verbal communication styles contribute to employee's attitudes in the nature of both positive and negative direction. For instance, leader's autocratic verbal communication style may induce job satisfaction thus decreasing the organization's productivity, whereas the supportive verbal communication style can improve employee's job satisfaction thus leading to better organization's productivity. Nevertheless, the mechanism of those influences is mediated by work engagement and job burnout. These results suggest that more attention should be paid toward verbal communication style and supportive verbal communication style should be more excised by the organization's leaders, especially under the situation where the employees are sensitive to emotional reaction.
Conclusions
Our study contributes to the literature on leadership and communication theory. In previous study, few have attempted to operationalize the verbal communication styles leaders use in their contacts with subordinates and even fewer attempted to find out what the relations are of these verbal communication styles with outcome factors. The foregoing outcomes demonstrated that different leader's verbal communication styles could be able to result in high or low job satisfaction. Meanwhile, the mechanism of those influences is mediated by work engagement/job burnout, which has been confirmed for the first time. Practically, this may provide some guides and constructive suggestions for leader's verbal communication styles. Katz and Kahn (1978) think that the role of the leader is to provide the necessary incremental information, support, and resources, over and above those provided by the formal organization or the subordinate's environment, to ensure both subordinate satisfaction and effective performance [64] . As a key part of leader behavior, it is necessary for the organizational leaders to pay attention to the skills of the verbal communication. Compared with autocratic communication, supportive verbal communication style will be more useful in terms of increasing work engagement and decreasing job burnout thus leading to high job satisfaction and increasing more positive organizational behaviors. Although the study gives us some meaningful result, there are some gaps and inspiration we should note.
Firstly, is leader's verbal communication style really stable and habitual as Norton said? Dansereau, Graenand Haga (1975) in the Vertical Dyad Linkage (VDL) Model assumed that supervisors show considerable variability in their behaviors across subordinates [65] . Hence, dyadic superior-subordinates relationship was thought to be the appropriate unit of analysis. Our study overcomes this problem. But the verbal communication style measured is only an overall evaluation. The situational theorists think that the best leadership is dependent on the situational contingencies (Tannenbaum & Schmidt, 1958) [66] . In fact, for effectiveness, leader's verbal communication styles may also change along with the stage of organizational development, communication situation, as well as the length of contact time, which were not considered in the research. Moreover, leader's verbal communication style is dynamic and changeable rather than static and stagnates. Besides, we characterized leader's verbal communication style into two categories, i.e., autocratic and supportive. It is no doubt that a multitude of verbal communication styles exists besides autocratic and supportive verbal communication styles. From the standpoint of Blake and Mouton, management is not just an addition of two types of behavior, but integration and synthesis of the two dimensions, expressing qualitatively different aspects in leaders' behavior (Blake & Mouton, 1981 , 1982a , 1982b [67] - [69] . There could be interaction between the two dimensions where one facilitates the other. Thus, future studies should give more consideration of the leader's dynamic, changeable, various and multiple verbal communication styles and their effects on job satisfaction. Secondly, although there are many factors that can affect job satisfaction, our study just specifically chooses work engagement/job burnout as the mediating factor. It is instrumental that the future studies may introduce other factors in a modeling work. Thirdly, we should acknowledge that Norton's theory is conceptually strong, but when it comes to measurement, it is still crude to some extent, which can be seen in our factor analysis results. Applying Norton's CSM only be treated as a beginning, it is necessary to build a better way to measure communication style. At last, all target managers voluntarily participated in this study. Of the total of 400 managers, 163 chose not to participate. Those nonparticipants may represent a heavy concentration of "poor" communicators. Hence, the exclusion of these people from the sample could have affected the results. This problem should be avoided, if possible, in future. Needless to say that the small sample size utilized in this study may have a potential to cause some biased statistical test results.
